Introduction
Human resource management (HRM) refers to the practices, systems, and policies that influence the behavior, performance, and attitudes of employees (De Cieri et al., 2008) . Human resource practices include selecting human resource needs, screening, recruiting, training, rewarding, appraising as well as attending to labor relations, safety and health, and fairness concerns (Dessler, 2007) . The recent years has shown a growing interest in the management of knowledge-based organizations (Robertson& Swan, 2004) . The effective implementation of HR practices in organizations is a key source of competitive advantage and has a positive relationship with organization performance (Collins, 2007) . Studying topics of modern management, which includes recruitment and selection, training and development and the factors affecting the practice, is a new concept to developing countries, such as Jordan. Hence, the study of this subject in this context adds to the significance of this research, which also considers technological and economic circumstances and variables. The multi-policy, as practiced in the Jordanian private sector, requires the adoption of the concept of recruitment, and the selection and training and development from the perspective of the applicants. Such practice will keep up with the rapid environmental changes.
II. Organization performance
One of the main discussions in this study focuses on the determinants of organization performance. Scholars from different backgrounds have explained organization performance and identified the sources of inter-organization performance differences (McGahan& Porter, 1997). Organization performance is determined by measuring the actual outputs of an organization against its intended outputs (i.e., goals or objectives). According to Richard, Devinney, Yip, &Johnson (2009), organization performance comprises three areas of company outcomes, namely, financial performance (return on assets, return on investment, and profits), product market performance (sales and market share), and shareholder return. Organization performance also refers to strategic planning, operations, finance, legal, and organization developments. Several researchers relate organization performance to financial performance, which involves budgets, assets, operations, products, services, and markets (Thurbin, 1994; Smith, 1999; Subramaniam, Shamsudin, & Ibrahim, 2011; Dixon, 1991) .Some researchers identify several non-financial outputs that also contribute to organization performance, namely, management quality (De Waal &Frijns, 2011), long-term orientation (Steiss, 2003; Guest, 1997) , continuous improvement (Arsad, 2012) , workforce quality (Storey, 1989) , and openness and action orientation (Pathak et al., 2005) . In this study, the researchers examined the organization performance via management and workforce qualities.
Recruitment and selection
Recruitment is the process of gathering qualified applicants for available positions within an organization (Mathis, 2004) , and deciding whether to employ the qualified applicants or to reject them. Selection involves choosing the most suitable applicants who satisfy the requirements for a particular job. The practice of selection is a decision-making activity or a psychological calculation of appropriateness (Price, 2004) . Organizations that adopt appropriate selection processes are guaranteed to hire employees with the right skills and levels of confidence for a particular job (Pfeffer, 1994; Huselid, 1997) . Some researchers found that prerogative recruitment and selection practices positively affect organizational performance (Harel & Tzafrir, 1996; Delany & Huselid, 1996) . Delary and Huselid (1996) found that effective recruitment and selection processes positively affect organization performance. By studying the employee recruitment, retention, and performance strategies in the Nigerian civil service, Gberevbie (2010) emphasized the importance of adopting appropriate employee recruitment and retention strategies to improve organizational performance. Other researchers suggested that a significant and positive relationship exists between recruitment/selection and organization performance (Terpstra & Rozell, 1993; Harel & Tzafrir, 1996 ; Gberevbie, 2010).
Training and development
Training and development is an important element of HRM (Vlachos, 2009 ). Organizational performance may benefit from training and development in several ways (Subramaniam et al., 2011) . Training is a marshaled activity that aims to impart instructions or information to improve the performance, knowledge, or skills of the trainee (Saed & Asgher, 2012). Development refers to the activities that help individuals attain new knowledge or skills that are necessary for their personal growth. All-inclusive training and development programs help trainees to focus on the skills, attitudes, and knowledge that are necessary to achieve goals and to generate competitive advantages for an organization (Peteraf, 1993). Apospori, Nikandrou, Brewster, and Papalexandris (2008) found that training has a significant effect on organizational performance. Subramaniam et al. (2011) argued that training and development could influence the performance of an organization because the skills, knowledge, and abilities of employees could be improved continuously. AL-Qudah, Osman, Ab Halim, and Al-Shatanawi (2014) stated that a significant relationship exists between training and development and organizational performance. Blair (2007) found that investment on training and development could produce huge benefits for an organization. Several researchers have reported that training can positively affect productivity, and employees and employers can receive mutual benefits from training (Conti, 
III. Research hypotheses
H1: A positive relationship exists between recruitment and selection and organizational performance in Jordanian Public University. H2: A positive relationship exists between training and development and organizational performance in Jordanian Public University.
IV. Research findings
This study adopted a five-point Likert scale to answer the items in the questionnaire, with 5 denoting "always" and 1 denoting "never." Mean scores less than 2.33 were considered weak, mean scores between 2.76 and 3.94 were considered moderate, and mean scores of more than 3.67 were considered high. Table 1 presents the mean and standard deviations of the items in the survey. The organization uses multiple test criteria to select the right employees 3.7059 1.08750 5
The organization selects the right employees based on the multi-skills and experience of the candidates.
1.13282

Training and Development 6
The organization organizes detailed training programs for the employees in all areas of quality.
3.5752 1.13377
7
The organization identifies training needs through a performance appraisal system. 3.5490 1.15816 8
The organization shares new knowledge and skills with employees periodically to improve the performance.
3.6928 1.10192
9
The organization offers me with training opportunities that enable me to exercise my range of knowledge, skills, and abilities.
3.4052 1.09086
10
The organization offers opportunities for employees to discuss the training and development needs.
3.5229 1.15898 Item 4 obtained the highest mean score (3.70) for the first variable, recruitment and selection (see Table 1 ). This result suggested that the recruitment and selection processes within the Jordanian Public University are well established. Staff members know the rules and procedures, and have experience and competence in the employee recruitment and selection process. Item 9 obtained the highest mean score (3.69) for the second variable, training and development. This result implied that the training or course content is relevant and applicable to the day-to-day responsibilities of the staff. Table 2 indicates that recruitment and selection had the highest correlation value (r = .726; p < .05), and training and development has the least correlation value (r = .688; p <.05). The results showed that all the variables have positive relationship and statistically significant (p < .05). Table 3 presents the multiple regression coefficients (β) of the two independent variables to the organizational performance as dependent variable. All variables in HRM practices are significant at p < .05. In terms of beta values, training and development had the highest beta coefficient (Beta = .371). This result indicated that training and development variable indicated the strongest contribution to explain the dependent variable (organizational performance). Recruitment and selection had the least beta value (Beta = .342). Rsquare value is .355 and Durbin Watson is 1.911.According to Hair et al. (2010) , the acceptable value for Durbin Watson is more than 1 and less than 3.
Hypotheses testing
To test the hypotheses, a simple regression analysis was performed on HRM practices and employee performance.
H1:A positive relationship exists between recruitment and selection and organizational performance in Jordanian Public University. The effect of recruitment and selection was tested against organizational performance by using regression analysis. The results indicated that a positive and statistically significant relationship exists between the two variables as shown in Table 3 (β = .342, p < .05). Therefore, H1 is accepted.
H2:
A positive relationship exists between training and development and organizational performance in Jordanian Public University. The effect of training and development was tested against organizational performance by using regression analysis. The results indicated that a positive and statistically significant relationship exists between the two variables as shown in Table 3 (β =0.586, p < .05). Therefore, H2 is accepted. A positive relationship exists between recruitment and selection and organizational performance in Jordanian Public University.
Accepted
H2
A positive relationship exists between training and development and organizational performance in Jordanian Public University.
Accepted
The results of the hypotheses testing indicated that the independent variables are significantly correlated with the dependent variable. The correlation results confirmed a significant association between the independent and dependent variables. The analysis suggested the lack of multicollinearity in this study because the correlation coefficient is less than 0.80.Recruitment and selection have a positive relationship with organizational performance. This finding is also supported by other studies (Terpstra & Rozell, 1993 
V. Recommendations
Human resources, which are considered as the greatest asset of an organization, refer to people whose knowledge, skills, and abilities are utilized to create and to deliver effective services. Effective recruitment and selection attracts the right quality and quantity of people, develops the knowledge, skills, and abilities of employees, and retains employees within the organization. To improve further the system of Jordanian Public University, modern technology should be utilized to plan strategically and to develop HR. Moreover, a training and management development program should be implemented to enhance the capabilities of employees of the Jordanian Public University. Investing in the improvement of the knowledge and skills of employees would enable the university to develop more productive and effective employees.
